parent, citizen, homemaker, leisurite and pensioner). Each of these life roles may play an important part in people's lives across different domains and settings (e.g., home, school, work and community). A career in this sense is a constellation of interacting, varying and changing life-roles (Super, 1980 (Super, , 1990 . Conceptualizing a career as such, career development can be described in terms of a sequence of positions and occupations (Super, 1957) . Overall, a more diverse role repertoire may result in greater satisfaction than simultaneously playing very similar roles (Super, 1980) . The notion of holding multiple roles is important, not only for life-roles in general, but also within today's complex work environment. Nowadays there is increased room for job crafting within many jobs, affecting the meaning of one's work and allowing workers to see beyond the boundaries of their job description (Wrzesniewski & Dutton, 2001) . As a result role boundaries and perceptions change; allowing employees to broaden their role orientation and become more flexible (Parker, 2000) . How people view their job in terms of roles can have a great influence on their job satisfaction and performance (Parker, 2007; Porter, Lawler, & Hackman, 1975) . First, flexibility in terms of role breadth can influence one's job performance, career potential and career success (Briscoe & Hall, 2006; Morrison, 1994; Parker, Wall, & Jackson, 1997) . Second, experience in a variety of functional experiences (e.g., diversity of roles) has been associated positively with promotion, salary level, and overall positive affect (Campion, Cheraskin, & Stevens, 1994) .
Recently (Hoekstra, 2011) developed a model of 6 universal career roles. The model assumes that over time enacted work roles may grow into stable and enduring career roles (Hall, 1976; Hoekstra, 2011) . Hoekstra defines a career role independent of jobs and functioning level, as 'a coherent and enduring set of characteristics of the perceived effects of the way a person is doing his or her work' (Hoekstra, 2011) . Hoekstra based his model on the systematic combination of three classes of individual motives (distinction, integration and structure, derived from Hogan, 2007) and two essential organizational themes (exploitation and exploration, derived from March, 1999). First, distinction refers to dominant personal motives of autonomy, agency, and self-assertion; integration refers to motives of connectedness, belonging, cooperation, and sharing; structure refers to motives of collective meaning, cohesion, purpose, institutional structure. Second, exploitation refers to performance directed at production and results, exploration is aimed at innovation and change. Combining both individual and organizational motives, the career role model distinguishes between six career roles, each of which typically serves a certain group of motives, characterized by the combination of an individual and an organizational theme. Hoekstra proposes the Maker, Expert, Guide, Presenter, Director and Inspirer-role as building blocks for career development (Hoekstra, 2011) . The Maker-role involves direct results and making things happen. The Expert-role involves questions and problems rather than direct results. The Presenter-role involves influencing others. The Guide-role involves helping and guiding others. The Director-role involves the use of means and resources of the current collective to the best possible use in the long run. The Inspirer-role, involves exploration of possibilities for change and innovation (Table 1) .
Role acquisition processes
Role acquisition is, to a large extent driven by the process of role taking and role pressure. Both processes drive actual fulfillment of career roles, but are also involved in identifying with those roles. For most people, the first career roles that develop will result from the expectations and demands of others, by a process called role pressure. Later on, people may increasingly work their way towards roles they prefer for themselves, a process we denote as role taking.
Individual, organizational and external motives may all play an important part in a person's role acquisition. When role pressure is very high, presumably there is not much room for changes guided by identification with other than actual roles. When role pressure is moderate, identification with certain roles will determine a person's role-taking ambitions and behaviors. Good performance in turn will enhance the possibilities to work one's way towards preferred roles. In sum, as people grow in their Note. The Inspirer-role has been called Inspirator-role in a former version of the model (Hoekstra, 2011) . However, the adaptation to Inspirer-role fits the description and as suggested upon review is more comfortable for English speakers.
